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Pilot  retention  is  a  serious  problem  for  the  United  States 
Air  Force.  Pilots  are  separating  faster  than  replacements  can  be 
trained.  The  purpose  of  this  pilot  retention  research  project  is 
threefclo:  1)  gather  retention  information  from  three  Air 
University  schools  (SOS.  ACSC.  AWC):  2)  develop  conclusions  as  a 
result  of  the  survey  findings;  and  3)  make  recommendations  on 
possible  solutions  to  the  Air  Force  pilot  retention  problem. 
Analyzing  the  survey  results,  the  authors  found  many  perceptual 
differences  between  the  three  schools. 


This  perceptual  problem  is  the  basis  for  this  proiect.  Since 
the  authors  represent  the  top  20  percent  of  all  Air  Force  majors 
and  come  from  completely  different  backgrounds,  their 
misconceived  ideas  could  be  representative  of  other  Air  Force 
officers  in  similar  positions.  To  check  these  “gut"  feelings, 
the  authors  administered  a  survey  to  pilots  in  SOS  class  87-E.  to 
the  88  ACSC  class,  and  to  the  ,88  AWC  class.  This  sample  size 
represents  tne  future  leaders  of  the  Air  Force  at  three  different 
points  in  a  career.  The  SOS  students  represent  primarily  the  5 
to  11  year  group,  the  ACSC  students  represent  the  mid-level 
career  officer,  and  the  AWC  students  represent  the  immediate 
future  leaders  of  the  Air  Force  with  many  proceeding  directly 
into  influential  leadership  positions  after  graduation  in  May. 

Comparisons  of  the  survey  results  between  the  three  schools 
follow.  Perceptual  differences  between  all  three  schools  exist 
and  this  project  will  expand  upon  these  divergences. 


This  material  is  being  submitted  to  the  faculty  of  Websters 
University  in  partial  fulfillment  of  the  requirements  for  the 
Master  of  Arts  degree  in  Management  for  Major  James  W.  Green. 
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EXECUTIVE  SUMMARY 


Port  of  our  College  mission  is  distribution  of 
the  students'  problem  solving  products  to 
DOD  sponsors  and  other  interested  agencies 
to  enhance  insight  into  contemporary, 
defense  related  issues.  While  the  College  has 
accepted  this  product  as  meeting  academic 
requirements  for  graduation,  the  views  and 
opinions  expressed  or  implied  are  solely 
those  of  the  author  and  should  not  be 
construed  as  carrying  official  sanction. 
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Purpose :  To  identify  perceptual  differences  between  the  throe 

■“lee-tod  groups  (SOS,  ACSC,  and  AWC)  of  pilots  and  also  identify 

■  ho  lendin.']  d i ssa t i sf iers  that  cause  an  Air  Force  pilot  to  select 

if  it  fin  instead  of  a  full  Air  Force  career. 

i  .  re o i cm :  Retention  of  pilots  in  the  United  States  Air  Force 
:  :  v-ry  low  and  the  future  looks  like  it  will  not  get  bettor, 

i  i  '.  •  >  t  retention  is  a  most  serious  problem  for  the  Air  Force. 

•  con  cm  ies  prof  or  the  military  pilot  because  of  his  oxton  - 

■  -  ■  ■  or-  ;‘"se  :  on  1 1  training,  experience  and  discipline'.  This  rc- 

■  *  re;i  paper  indicates  that  the  Air  Force  is  pushing  the  pilot 

•  t  ■:  tin-  service  more  than  the  airlines  are  luring  them  out.  In 

'  ;  n  .  e'  if>!  1  irs  and  rents,  it  costs  approximately  seven  million 

■  > i  r  put  !  fully  quilified  F-15  pilot  in  the  air.  If  the 

'•  .  ;  >  '■■■  ,  4 1-.:  keep  just  over  two  of  these  separating  pilots, 

j  n  irh  ra  .*n  r  •  <>  i  ‘.ii  t  ho  money  saved.  1  n  a  time  <  f 

■  .  ■  .  •  ■  ■  ■  ■  ■  ‘  :  n  if  !  :  p  r  i  ••  b  I  •  ti  becuni'.'S  even  more  evident . 
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III.  Discussion :  The  career  intentions  of  the  officers  surveyed 
point  out  several  perceptual  differences.  The  future  senior 
loaders  of  the  Air  Force  clearly  have  different  views  of  what  is 
important  in  their  career  decisions.  The  promotion  system  is  very 
important  to  the  AWC  pilot  along  with  pay  and  allowances.  The 
SOS  pilot  never  mentioned  the  promotion  system  in  a  positive  vein 
and  listed  pay  and  allowances  as  only  a  third  factor.  ACSC  and 
SOS  listed  leadership  and  supervision  at  and  above  the  unit  level, 
as  a  negative  factor. 

Our  survey  results  did  in  fact  indicate  that  leadership  and 
supervision  was  a  problem  area.  Many  felt  their  supervisors  sel¬ 
dom  gave  them  feedback  of  any  kind  while  the  quality  of  leadership 
at  the  unit  commander  level  and  above  varied  from  ratings  of  ex¬ 
cellent  to  below  average.  A  large  percentage  of  officers  felt 
the  senior  leadership  was  more  concerned  with  advancing  their  own 
careers  than  with  mission  accomplishments. 

Job  factors  have  a  direct  effect  on  the  pilot's  decision  to 
remain  on  active  duty  or  separate.  The  importance  of  job  factors 
cannot  bo  over  estimated.  Perceptual  differences  appeared  again. 
While  less  than  half  of  the  AWC  pilots  wore  dissatisfied  with 
their  additional  duties,  a  substantially  larger  90°i  of  the  SOS 
pilots  were  dissatisfied.  One  common  area  among  all  surveyed  was 
that  the  length  of  the  duty  day  was  too  long. 

Some  other  factors  discussed  include:  the?  promotion  system 
and  family  considerations.  ACSC  and  SOS  pilots  revealed  a  serious 
I  ick  of  confidence  in  the  Air  Force’s  current  promotion  system, 
while  AWC  took  the  opposite  viewpoint.  While  all  three  schools 
felt  advanced  academic  degrees,  additional  duties  and  PME  were 
mijor  factors  in  determining  an  officer's  promotion  success,  a 
much  different  perspective  is  evident  when  they  wore  asked  to 
determine  the  importance  leadership  and  primary  duties  play  in 
promotion  determination.  The  family  considerations  portion  also 
revealed  some  divergent  views.  ACSC  and  SOS  did  not  demonstrate 
overwhelming  family  satisfaction  with  military  life.  PCS  moves 
were  found  to  have  a  devastating  effect  on  family  hardships  with 
disruption  of  life  and  economic  f actors  most,  prevalent. 

! V .  Conclusions  and  P<  common  lotions:  Both  SOS  m  d  ACSC  pilots 
■  re  dissatisfied  with  the  leadership  md  supervision  it  and  above 
t  I  e  ’  unit  l.'Vi'l.  Current  and  future  Air  Fore"  son  jot  loaders  (AWC 
pilots)  c  1  o  :  r  1  y  b(  1  i  ovo  that  p  t  y  ml  1 1  1  o a  :u  ■  e  ms  •  a  major  re  i 
;  in  why  pi  Ir  :  i  r  <  ■  sop  i  r  1 1  i  n  a  .  i  P  ;  wo  v  ■  >- ,  t  > ,  j  :  ■  •  u  i  v  i  n  i  i  cu  t 
l  t :  i  i  (hi.  1  sot  t  In-  tiumii  r  o:  •  .  -a  ■ ,  u  .  ■  •  r  •  *  ■ .  ,  1  i  ■  •  •  r .  ti»  •• 


CONTINUED 


on  the  promotion  system  were  very  significant.  AWC  viewed  the 
promotion  system  as  a  beneficial  system  and  a  motivator  to  remain 
on  active  duty,  whereas  SOS  pilots  viewed  it  as  a  detractor  and 
attributed  it  as  a  factor  to  separate  from  the  Air  Force  early. 

The  amount  of  non-flying  additional  duties  was  a  major  irritant 
to  the  SOS  and  ACSC  pilots.  Also,  almost  one  quarter  of  the  SOS 
pilots  were  dissatisfied  with  their  jobs. 

Senior  leaders  must  realize  that  pay  is  not  the  only  solution 
to  a  very  real  problem.  The  authors  believe  the  senior  leaders 
should  initiate  studies  to  follow  up  on  the  points  made  in  this 
research  paper.  A  large  group  study  would  indicate  if  these  per¬ 
ceptions  are  indeed  accurate  Air  Force  wide.  They  should  then 
take  steps  to  educate  every  rated  officer  in  a  position  of  com¬ 
mand  and  those  that  will  be  commanding  in  the  near  future  (in¬ 
residence  PME  officers)  on  why  the  junior  pilot  is  separating. 

Only  then  will  we  see  the  trend  of  pilots  separating  reverse. 
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Chapter  One 


INTRODUCTION 


In  1Q85  all  pilot  hiring  records  were  broken  -  over 
11. COO  airline  pilots  were  hired!  Duiing  1Q86  the 
momentum  continued  with  over  10,500  openings  for 
oilots.  the  second  best  year  ever!  1987  looks  equally 
good... 1988  will  be  more  of  the  same.  What  about  the 
future?  The  ten  year  forecast  calls  for  42,000  to 
52.000  new  pilots.  The  demand  is  up  and  the  supply  is 
dec  lining  (3:1). 

Piiot  retention  is  a  serious  problem  for  the  Air  Force. 
Airline  companies  prefer  the  military  pilot  because  of  his 
extensive  professional  training,  experience,  and  discipline  (3:2) 
Many  pilots  separating  from  the  Air  Force  are  joining  the 
airlines,  and  the  authors''  research  indicates  the  Air  Force  is 
pushing  pilots  out  of  the  service  more  than  the  airlires  are 
luring  them  out . 


The  Air  Force  loss  is  two-fold  with  every  separating  pilot. 
First,  valuable  experience  is  lost  affecting  combat  capability. 
Second,  losing  these  pilots  can  be  measured  in  dollars.  It  costs 
approximately  seven  million  dollars  to  put  a  fully  mission-ready 
F-15  pilot  in  the  air  (6:1).  Other  weapon  systems  costs  are 
comparable  (6:1).  If  the  Air  Force  could  keep  just  three  of  these 
separatina  oilots,  it  could  purchase  another  F-16  (7:1). 


The  Air  Force  has  periodically  been  concerned  with  piiot 
retention  since  the  mid-1970s.  This  corresponds  to  when  the 
airlines  first  started  hiring  at  a  faster  than  normal  rate.  With 
each  ma lor  airline  hiring,  surge  retention  studies  were  undertaxen 
to  determine  corrective  measures.  Table  1  on  the  following  page 
displays  the  past  12  years  of  Air  Force  pilot  retention  rates 
(2:12:  5:2). 
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FISCAL  YEAR 

PILOT  RETENTION  RATES 

1076 

50 . 6% 

!  977 

47.9% 

1  078 

39.6% 

1979 

26.0% 

1980 

42.0% 

1981 

54.0% 

1982 

68.0% 

1983 

78.0% 

i<?84 

72.0% 

1985 

59.0% 

1  °86 

56.0% 

1987 

48.0% 

Table  1 


Pilot  Retention  Rates 


The  current  surge  in  airline  hiring  is  not  characteristic  of 
previous  periods.  This  hiring  boom  started  in  1985  and  is 
expected  to  continue  into  the  mid-1990s.  Airlines  are  only  able 
to  hire  about  half  the  military  resources  they  would  like,  and  are 
starting  their  own  "airline  coi leges"  (1:83).  Because  this  period 
is  different,  the  authors  are  only  going  to  address  the  latest 
pilot  retention  study  completed  by  AFMPC  in  January.  1987. 

The  basis  of  this  study  is  the  Officer  Retention  Survey,  USAF 
SCN  87-03,  wh i ch  was  administered  to  6.612  pilots  with  4.230 
respond i ng . 

[The  results  were!  briefed  to  Lt  Gen  Hickey,  DCS 
Personnel,  and  to  the  USAF  Retention  Symposium  in 
February  1987.  In  March  1987,  Gen  Welch  called  for  a 
Pilot  Retention  Workshop  to  be  convened  at  the  Pentagon. 

The  survey  data  [was]  briefed  to  this  workshop  .... 

Between  June  1987  and  September  1987,  the  survey  results 
were  briefed  to  the  commanders  and  staffs  of  ATC.  MAC. 

SAC.  PACAF,  and  USAFE.  Air  Force  leadership  is  indeed 
concerned  about  pilot  retention  .  .  .  (5:1). 

This  survey  was  very  successful.  It  told  the  Air  Force 
leadership  why  today's  pilots  are  separating,  and  already  the  Air 
Force  is  studying  steps  to  alleviate  the  problems  (2:12). 


OBJECTIVES  01 


STUDY 


The  authors  of  this  research  project  will  show  that  a 
iprcspt  .o;.  Drool  err  exists  between  why  pilots  are  separetira  ana 


A  A  A 


why  the  tut'.. re  senior  leadership  of  the  Air  Force  thinks  pilots 
ace  separatina.  This  objective  will  be  accomplished  throuan  an 
analysis  of  a  survey  administered  by  the  authors  to  SOS  Class 
8  E.  tne  ACSC  class  of  1988.  and  the  AWC  class  of  1988.  The 
survey  is  essentially  the  same  survey  administered  to  Air  Force 
pilots  in  January  lw87. 


Assumpt ions 

The  survey  results  of  pilots  in  the  5-11  year  group  compared 
favorably  to  the  survey  results  of  the  SOS  class.  Because  of  this 
similarity,  the  authors  will  use  the  SOS  survey  results  and  will 
assume  they  are  representative  of  the  Air  Force  pilot  population 
in  the  5-11  year  group. 

The  authors  assume  the  ACSC  pilot  responses  are  representative 
of  the  intermediate  future  leadership  of  the  Air  Force  because  of 
the  selection  criteria  to  attend  ACSC  in  residence  (top  20  percent 
of  the  majors  in  the  Air  Force)  (4:23). 

The  authors  assume  the  AWC  pilot  responses  are  representative 
of  the  immediate  future  leadership  of  the  Air  Force  because  of  the 
selection  criteria  to  attend  AWC  in-residence  (top  10  percent  of 
the  lieutenant  colonels  and  at  least  one  be  1 ow-the-zone  promotion 
for  colonels)  (4:23). 

Limit  at  i  ons 

The  sample  size  of  the  surveys  administered  by  the  authors  is 
substantially  smaller  than  that  administered  by  the  Air  Force  due 
to  the  relatively  small  size  of  each  class  surveyed.  Because  of 
this  small  size,  no  attempt  is  made  to  present  validated 
statistical  data  in  comparison  to  the  Air  Force  survey  conducted 
by  AFMPC . 


Pqpu I  at i on 

The  population  of  the  Air  Force  survey  conducted  by  AFMPC 
included  aM  Dilots,  regardless  of  year  groups.  The  survey 
conducted  by  the  authors  included  pilots  who  are  students  in  SOS. 
ACSC  and  AWC.  Air  Force  survey  results  were  analyzed  by  Total 
Active  Federal  Commissioned  Service  (TAFCS)  year  groups  of  less 
than  5  years.  5-7.  8-11.  more  than  12  years  and  by  total  force. 
The  authors7  survey  results  were  analyzed  by  school.  The  Air 


Force  analysis  conducted  by  AFMPC  is  based  on  4.230  responses 
while  the  authors  analysis  is  based  on  120  SOS.  103  ACS C.  and  57 
AWC  responses. 


Demoar aph i cs  -- 


Eiahty-eight  percent  ot  the  AWC  pilots  are  lieutenant 
coloneis,  Q0  percent  of  the  ACSC  pilots  are  majors,  and  90  percent 
of  the  SOS  pilots  are  captains.  Ninety-five  percent  of  all 
respondents  were  male.  Eighty-three  percent  of  SOS  pilots  had 
5-11  years  TAFCS.  90  percent  of  ACSC  pilots  had  11-16  years  TAFCS. 
and  62  percent  of  AWC  pilots  had  16-20  years  TAFCS.  Command 
identity  was  constant  throughout  ACSC  and  AWC  with  both  schools 
having  about  25  percent  MAC.  25  percent  SAC.  and  30  percent  TAF 
Backgrounds.  ATC  had  a  six  percent  representation  at  both 
schools.  The  remaining  14  percent  was  dispersed  among  the  other 
commands.  Almost  30  percent  of  the  SOS  pilots  had  an  ATC 
background.  One  interesting  note  was  that  SAC  bomber  pilots 
enjoyed  almost  a  2  to  1  advantage  over  tanker  pilots  in  AWC  and 
ACSC.  However,  in  SOS  the  percentages  were  uniform. 


Ninety-six  percent  of  the  ACSC  and  AWC  pilots  were  married, 
compared  to  only  78  percent  of  SOS  pilots.  The  average  ACSC  and 
AWC  pilot  had  two  children  and  the  average  SOS  pilot  had  no 
children.  Over  50  percent  of  the  ACSC  and  AWC  pilots  were 
commissioned  through  the  ROTC  program.  SOS  pilots  received  their 
commissions  at  a  fairly  equal  rate  from  USAFA,  ROTC.  and  OTS. 
Ninety  percent  of  AWC  pilots  had  a  masters  degree.  This  compares 
to  78  percent  for  ACSC  and  21  percent  for  SOS. 


For  the  purpose  of  analysis,  it  should  be  noted  that  the  SOS 
pilot  :s  younger,  has  little  or  no  family  equating  to  less  ties, 
and  no  substantia!  service  commitment  for  attending  PME 
. n-resi dence .  Also,  he  has  less  than  11  years  TAFCS  which 
coincides  with  the  Air  Force  population  experiencing  the  heaviest 
pilot  i osses . 


In  the  next  chapter,  the  authors  present  a  detailed  analysis 
of  the  officers’'  career  intentions  and  the  significant  perceptual 
differences  which  exist.  The  authors  feel  these  differences  are 
not  only  important  but  possibly  are  some  of  the  underlying  issues 
responsible  tor  the  current  pilot  retention  problem. 
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Chapter  Two 


CAREER  INTENTIONS 

The  career  intentions  of  the  officers  surveyed  are  important 
and  will  set  the  stage  for  the  remainder  of  this  research 
project.  SOS  pilots  are  clearly  the  force  which  is  most 
considering  separation.  Just  as  the  pilots  with  5-11  vears  TAFCS 
were  in  the  Air  Force-wiae  survey.  This  chapter  will  analyze 
significant  areas  pertaining  to  perceptual  differences  concerning 
career  intentions  of  pilots  in  each  school. 


Figure  I.  Initial  Career  Intentions 


When  f i i st  loining  the  Air  Force.  68.5  percent  of  AWC  pilots. 
r->.j  per-cent  of  ACS C  pilots,  and  76.3  percent  of  SOS  pilots 
intended  to  mai-e  the  Air  Force  a  career.  Surprisingly,  on  the 
cihtM  end  o:  the  scale.  22.8  percent  of  AWC  pilots  aid  not  intend 
t  .1  ma-e  the  Air  Force  a  career  when  they  first  entered  active 
dutv.  i'h  .  s  compares  to  Q .  6  percent  for  ACSC  and  8.8  oercerit  for 
:  A; 3 .  See  r i our e  i  . 


Figure  2.  Present  Career  Intentions 


Current  career  intentions  paint  a  completely  different 
picture.  Of  the  AWC  pilots  who  have  not  already  completed  20 
years  active  service.  90  percent  will  definitely  remain  In  the 
Air  Force.  This  compares  with  89  percent  of  the  pilots  from 
ACSC.  while  only  26  percent  of  the  SOS  pilots  will  probabl y 
remain  in  the  Air  Force.  Additionally.  27  percent  of  the  SOS 
pilots  are  leaning  toward  staying  in  the  Air  Force  for  20  years, 
out  are  not  sure  at  this  point  in  time.  Furthermore,  six  percent 
of  ACSC  pilots  and  46  percent  of  SOS  pilots  indicated  they  would 
definitely  not  maxe  the  Air  Force  a  career.  See  fiaure  2. 

Pilots  who  indicated  they  would  remain  on  active  duty  were 
given  19  responses  ( Append i x : A-4 , A-5 )  to  prioritize  as  the 
reasons  which  most  influenced  them  to  stay  on  active  duty. 

Listed  below  by  school  are  the  top  five  reasons  they  selected  tor 
remaining  in  the  Air  Force. 

AWC 


1  . 

Cha 1 1 engi ng 

Air  Force 

job . 

2. 

Secur i ty  of 

Air  Force 

life. 

3. 

Promotion  System. 

4  . 

Oppor  tun i t  y 

to  serve 

my  country 

5 . 

Travel  and 

nev;  experiences. 

1.  Challenging  Air  Force  joD. 

2.  Retirement  benefits. 

3.  Opportunity  to  serve  my  country. 

4.  Institutional  benefits  (medical  and  dental,  BX .  etc.). 

5.  Security  of  Air  Force  life. 

SOS 

1.  Challenging  Air  Force  job. 

2.  Opportunity  to  serve  my  country. 

3.  Security  of  Air  Force  life. 

4.  Opportunity  to  make  changes  which  improve  my  job. 

5.  Retirement  benefits. 

Two  areas  of  significant  perceptual  difference  between  SOS 
and  AWC  pilots  surfaced  in  these  lists.  First,  two-thirds  of  AWC 
pilots  listed  the  promotion  system  as  their  most  important  choice 
for  remaining  on  active  duty.  This  factor  was  not  included  by 
SOS  students  in  their  selections.  Second,  almost  one-third  of 
the  SOS  pilots  listed  their  desire  to  make  changes  to  their  job 
or  organization  as  their  most  Important  reason  for  staying  in  the 
Air  Force.  Not  one  AWC  officer  listed  this  as  one  of  his 
reasons . 

The  pilots  indicating  they  would  separate  from  the  Air  Force 
prior  to  20  years  TAFCS  were  asked  to  list  the  factors  which  most 
influenced  them  in  their  decision  to  separate.  AWC  data  was 
insufficient  due  to  the  small  number  of  pilots  separating  before 
20  years  TAFCS  and  therefore  was  not  included  below.  Answers  for 
ACSC  and  SOS  pilots  are  listed  in  priority: 

ACSQ 

1.  Leadership  and  supervision  above  the  unit  level. 

2.  Family  separation. 

3.  Lack  of  opportunity  to  make  changes  to  job/organization. 

4.  The  people. 

5.  Pay  and  allowances. 

SOS 


1.  Leadership  and  supervision  at  the  unit  level. 

2.  Little  say  in  future  assignments. 

3.  Pay  and  allowances. 

4.  Working  conditions  (long  hours,  shift  work,  environmental 
condi t i ons .  etc . ) . 

Leadership  and  supervision  above  the  unit  level. 


5. 


D  i  SSci 
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A:r  Force 
factor, 
irritant 
n  A  C  P  i  .  O  t 
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vere  tne 
v  .  e'w’pc  1  n  t 

c  *  %  n 

or  od  '  err. . 


t isiact ion  with  leadership  at  and  above  the  an  it  evel 
ent  in  both  aroups.  This  neaative  percent  :  o:.  concern  i  nu 
leadership  among  the  pilots  separatinq  is  a  sian.t leant 
AWC  pilots  do  not  perceive  this  problem  as  a  ma  or 
or  factor.  Another  factor  which  is  not  as  important  as 
s  oerceived  is  pay  ana  allowances.  Aithouah.  it  o.a  ma- e 
. ve .  it  aid  not  iead  the  list  in  either  scnool.  Amona 
s.  the  promotion  system  ana  opportunity  for  advancement 
ed  as  reasons  for  separatinq.  whereas  these  same  factors 
"e: y  reasons  tor  AWC  pilots  remaining.  These  opposina 
s  between  the  two  schools,  although  somewhat 
aau i e .  still  illustrate  a  significant  perception 
Tr is  problem  can  partially  be  corrected  by  educating 
1  lot  on  the  merits  of  the  promotion  system  and  on  the 
u~ limited  opportunities  for  advancement. 


The  toil  owing  comparisons  represent  the  remainina  significant 
factors  under  career  intentions: 

Pilots  who  separate  loin  the  airlines  because  of  its  appeal. 


AWC 

ACSC 

SOS 

~  a  r  e  e 

53% 

44% 

45% 

Disagree 

33% 

45% 

50% 

Personal 

nterests  and  des 

ires  must 

idKe  second  pi  ace  to  the 

needs  of  f 

ne  Air  Force. 

AWC 

ACSC 

oGb 

Agree 

43% 

35% 

58% 

0 i saaree 

38% 

33% 

Av  i  at  ;  on  (' 

areer  Incentive 

Pav  : s  suf 

ficient  for  the  hardships 

assoc i at  ec 

w  i  t  h  f  i  y  i  n  g  . 

AWC 

ACSC 

SOS 

Agree 

i  7% 

24% 

20  % 

i , .  s  a  g  r  e  e 

“1% 

67% 

67% 

A  :  r  r.  O',  or. 

pay  is  not  a  ma 

'or  factor 

over  a i  .  .  this  stat i st i c 

T.a«es  ;  t  clear  that  pilots  do  not  believe  tney  are  payed  enough 
for  the  riaorous  activities,  requirements  and  lona  hours 
associated  with  Air  Force  f lying. 


P.  . or  s  who  separate  to  o:n  the  airliner  do  sc  because  of 
d  ;  ss  r  .  r  fa.?:  i  or  w  ;  *,h  trie  Air  For  ce  . 


i‘>  vc  vn-it  appea .  en  most  about  a  career  wi  tr  rh.- 
- :  :  .  ;  n  **.=:.  or.  v  It-  percent  of  the  AWC  pilots.  13  percent  of  the 
.-"of  p  •)•••'.  one  15  percent  of  the  SOS  pilots  responcea  that  ar 
a ;  r  .  r:e  no  o.i  n  not  interest  them.  Out  of  nine  responses 
ivj.  .  ar  :  e  .  t  wo  cere  tne  overwhelming  ma.ior  1 1  y  selected  dv  the 
remain :ro  Pilots  in  all  three  schools: 
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SUMMARY 

The  career  intentions  of  the  officers  surveyed  point  out 
several  perceptual  differences.  The  future  senior  leaders  of  the 
Air  force  nearly  have  different  views  on  what  is  important  in 
their  career  decisions.  First,  the  promotion  system  is  very 
important  to  pilots  in  AWC  and  was  listed  as  one  of  the  prime 
factors  which  caused  them  to  remain  on  active  duty.  This  is 
probably  due  to  the  fact  that  the  vast  majority  of  AWC  piiots 
nave  oeen  selected  to  one  rank  or  more  be  1 ow- the-promot i on  zone. 
It  is  ?.  requirement  for  a  coionei  or  colonel  selectee  to  be 
promoted  ahead  cf  his  contemporaries  by  at  least  one  year  in 
order  for  him  to  attend  AWC  in-residence.  Conversely,  not  a 
single  pilot  in  SOS  listed  the  promotion  system  as  a  prime  factor 
for  remaining  on  active  duty.  In  fact,  SOS  pilots  listed  the 
promotion  system  as  a  negative  factor  and  one  of  the  top  five 
reasons  for  separating  from  the  Air  Force. 

Pay  and  allowances  were  much  more  important  to  the  AWC  pilot 
tnan  either  the  ACSC  piiot  or  the  SOS  pilot.  The  SOS  pilots  who 
indicated  they  would  separate  from  the  Air  Force  prior  to 
completion  of  twenty  years  listed  pay  and  allowances  as  only  the 
tnird  most  .mportant  factor.  However,  those  who  indicated  they 
would  pursue  a  career  with  the  airlines,  listed  pay  and  work 
hours  :-s  the  two  primary  attractors  to  the  airlines. 

Leadership  and  supervision  at  and  above  the  unit  level  was 
ciearly  identified  as  a  negative  factor  for  both  ACSC  and  SOS 
Pilots.  SOS  pilots  were  more  concerned  with  the  leadership  at 
the  unit  level,  whereas  ACSC  pilots  were  most  dissatisfied  with 
leadership  above  the  unit  level.  As  a  result.  Chapter  Three  is 
devoted  to  analyzing  this  factor  in  detail. 

In  Chapter  Three,  the  perceptual  differences  and  significant 
problems  between  the  three  schools  are  even  more  noticeable.  The 
authors  also  present  current  AWC.  ACSC.  and  SOS  views  on 
leadership  and  supervision  in  the  Air  Force. 


Chapter  Three 


L EADEKSHIP  AND  _SU  PfiRVI SION 

This  chapter  will  present  AWC.  ACSC  and  SOS  responses  to  six 
questions  asked  concerning  their  perceptions  aOout  toaav  s 
leadersnip.  The  areas  covered  are  as  follows:  "1)  feedback  from 
immediate  supervisors  about  job  performance:  2)  the  quality  of 
leadership  at  the  unit  level:  3)  the  quality  of  leadership  above 
the  unit  level:  4)  are  immediate  supervisors  concerned  with  their 
officers  career  development:  5)  is  leadership  at  the  unit  level 
more  concerned  with  advancing  their  own  career  than  with  mission 
accomp 1 i shment :  and  6)  is  leadership  above  the  unit  level  more 
concerned  with  their  own  career  than  mission  accomplishment" 

( Append! x : A- 1 3 . A- 1 4 ) .  A  more  comprehensive  glimpse  of  each 
quescionts)  relating  to  the  aspects  of  each  leadership  trait 
discussed  above  is  covered  in  the  following  pages  of  this 
chapter . 


Figure  3.  Supervisor  Feedback 


.re  f  : :  nt  quest  i  on  ana !  vzed  askeo:  "How  often  are  you  eve: 
feenrae-  t  r  rm  your  immediate  supervisor  aoout  your  cr 


respectively.  However.  ACSC  officers  indicated  a 
totally  different  perspective.  Only  22  percent  oelieve  the 
correct  quality  of  leadership  above  the  unit  level  is  above 
average  or  oetter.  See  Figure  4. 


Figure  5.  Concern  With  Career  Development 


When  AWC .  ACSC  and  SOS  officers  were  questioned  if  their 
supervisors  were  concerned  with  their  career  development,  most 
responses  were  positive.  Sixty-eight  percent  of  the  AWC  and  69 
oercent  of  the  SOS  officers  indicate  they  feel  their  supervisors 
are  indeed  concerned  with  their  peop i e  s  career  development. 

Once  again  however.  ACSC  perceptions  differ  from  the  other  two 
schools  in  response  to  this  question.  Only  49  percent  of  those 
officers  from  ACSC  agree  their  supervisors  are  concerned  with 
their  people's  career  development.  See  Figure  5. 


Figure  6.  Advance  Career  Versus  Mission 


Tne  final  two  questions  dealing  with  leadership  and 
supervision  again  centered  on  leadership  at  the  unit  level  ana 
leadership  above  the  unit  level.  Officers  were  asked  if  they 
felt  their  unit  commander  was  more  concerned  with  advancing  his 
career  than  with  accomplishing  the  mission.  Likewise,  the  same 
question  was  asked  about  leadership  above  the  unit  level. 
Approximately  33  percent  from  each  school  felt  unit  commanders 
put  their  careers  before  mission  accomp I i shment .  However.  55 
percent  of  these  pilots  in  ACSC  and  SOS  who  are  departing  the  Air 
Force  indicate  their  commander  is  more  concerned  with  his  career 
than  the  mission.  With  regard  to  leadership  above  the  unit 
level,  all  three  schools  reveal  a  definite  increase  with  this 
qroup  being  more  concerned  about  advancing  their  own  careers  than 
with  accomplishing  the  mission  (37  percent  AWC,  70  percent  ACSC. 
and  58  Dercent  SOS).  See  Figure  6.  Additionally.  70  percent  of 
those  departing  the  Air  Force  support  this  perception  of 
leadership  above  the  unit  level. 


SUMMARY 

The  results  of  the  AWC.  ACSC.  and  SOS  survey  indicate 
officers  lack  confidence  in  our  quality  of  leadership  both  at  ana 
above  the  unit  level.  Many  feel  their  supervisors  seldom  give 
them  feedback  of  any  kind  while  the  quality  of  leadership  at  the 
unit  commander  level  and  above  varies  from  excellent  to  below 


average.  The  most  perplexing  problem  in  the  authors  opinion  is 


t  ne  indication  of  extremely  poor  attitudes  dy  the  ACSC  officers 
regaraina  current  leadership  at  the  unit  level  and  above. 
Throughout  the  entire  survey.  ACSC  officers  indicated  they  are 
extremely  dissatisfied  with  Air  Force  leadership.  Additionally, 
results  indicate  that  one-third  to  three-fourths  of  the  officers 
believe  leadership  at  the  unit  commander  level  and  above  is 
definitely  more  concerned  with  advancing  their  own  careers  than 
v.tn  mission  accomplishment.  Overall,  this  chapter  indicates  a 
very  serious  negative  perception  about  our  senior  leadership. 

Chapter  Four  examines  job  factors  and  the  perceptual 
ai f ferences  existing  between  schools.  Specifically,  it  will 
concentrate  on  leadership  and  supervision,  additional  duties,  pay 
and  allowances,  feedback  and  recognition,  length  of  the  average 
workday,  aeoqraphic  stability,  opportunity  tor  personal  growth 
and  development,  retirement,  and  overall  job  satisfaction. 
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Chapter  Four 


JOB  FACTORS 

I  wouid  reward  pilots  for  being  good  pilots  --  I  would 
not  case  a  pilot  s  career  and  value  on  the  additional 
duties  and  staff  jobs  he  does  .... 

.  .  .  I  use  to  be  dedicated  to  a  career  in  the  Air  Force. 

I  m  DOSing  (has  an  established  date  of  separation) 
because  of  the  following: 

1.  Too  many  managers  and  not  enough  leaders. 

2.  Too  much  paperwork  and  not  enough  flying. 

3.  I  want  to  fly.  not  push  a  desk, 

4.  The  assignment  process  [expletive  deleted],  and 

5.  My  wife  and  kids  are  tired  of  Daddy  being  gone. 

The  ,-jDove  two  statements  were  taken  from  the  written  comments 
section  of  the  survey.  They  were  written  by  an  SOS  student 
separating  from  the  Air  Force. 

Joe  factors  such  as  these  play  a  critical  role  in  a  pilot's 
decision  to  remain  on  active  duty  or  separate.  The  authors  have 
analyzed  responses  of  the  survey  participants  in  respect  to  29  job 
factors.  This  chapter  presents  the  areas  where  definite 
perceptual  differences  and  significant  findings  are  noted  between 
toe  SOS  ciass  ana  both  AWC  and  ACSC. 

Satisfaction  Rates 

Aithougn  the  majority  from  each  school  is  satisfied  with 
.eaaersnip  ana  supervision  at  the  unit  level,  a  significant 
percentage  from  each  school  <32  percent  from  ACSC  and  SOS.  and  22 
percent  from  AWC)  also  indicated  dissatisfaction  with  our 
.eaaersnip  at  the  unit  level  . 


Figure  10.  Quality  of  Leadership  Above  Unit  Level 


Half  of  the  AWC  and  SOS  pilots  are  satisfied  with  senior 
leadership  above  the  unit  level,  while  only  one-quarter  of  the 
ACSC  pilots  indicated  their  satisfaction.  See  Figure  10. 
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Figure  15.  Overall  Job  Satisfaction 


Satisfaction  with  their  overall  job  presented  a  large 
difference  of  opinion  between  the  schools.  Only  three  percent  of 
the  AWC  pilots  express  any  dissatisfaction  with  their  jobs  while 
percentages  sharply  increase  with  ACSC  at  12  percent  and  SOS 
pilots  at  23  percent.  See  Figure  15. 


Leve 1 s  of  In 


The  same  factors  are  rated  from,  "not  at  all  important",  to 
extremeiy  important".  Definite  perceptual  differences  occur  in 


several  areas. 
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Seventy-eight  percent  of  AWC  pilots  place  pay  and  allowances 
in  the  very  important  to  extremely  important  range.  This  compares 
to  72  percent  from  ACSC  and  57  percent  from  SOS.  See  Figure  17. 


Figure  18.  Retirement  Programs 


The  retirement  program  is  considered  very  Important  to 
extremely  important  by  79  percent  of  the  AWC  pilots.  ACSC  and  SOS 
pilots  are  83  percent  and  50  percent  respectively.  See  Figure  18. 


Figure  19.  Feedback  and  Recognition 


Fifty-four  percent  of  the  AWC  pilots  fee)  the  amount  of 
feedback  and  recognition  is  very  important  or  extremely  important. 
ACSC  and  SOS  pilots  indicate  this  is  not  as  important  to  them  with 
42  percent  and  33  percent  respectively.  See  Figure  19. 

SUMMARY 

Joo  factors  have  a  direct  affect  on  a  pilot  s  decision  to 
remain  on  active  duty  or  separate.  Their  importance  cannot  be 
over  estimated.  The  authors'  oeiieve  future  Air  Force  leaders 
must  know  which  iob  factors  cause  the  major  irritants  to  pilots 
considering  separation. 

As  pointed  out  in  Chapter  Three,  leadership  and  supervision  at 
the  unit  levei  and  above  is  a  problem  area.  At  the  unit  level, 
cne-tnird  of  the  ACSC  and  SOS  pilots  are  dissatisfied  with 
leadership.  At  levels  above  the  unit.  40  percent  of  the  SOS 
pilots  and  52  percent  of  the  ACSC  pilots  are  dissatisfied. 
Surprisingly.  3C  percent  of  the  AWC  pilots  are  also  dissatisfied 
with  leadership  above  the  unit  level.  None  of  the  three  schools 
have  over  a  50  percent  satisfaction  rate  with  leadership  above  the 
unit,  ievel. 

A  ma i or  oer ceptua  i  difference  occurred  between  the  AWC  class 
and  the  SOS  class  concerning  the  amount  of  non-fiy ina  additional 
duties.  Less  than  half  of  "he  AWC  pilots  are  dissatisfied  with 


r.ne  current  load  ot  non-flying  additional  duties  compared  to  °0 
percent  of  the  SOS  pilots.  On  the  other  end  of  the  scale,  over 
one-thirci  of  tne  AWC  pilots  are  satisfied  with  their  additional 
duties:  this  compares  to  on  i  y  6  percent  tor  SOS.  Written  comments 
frequent./  point  to  additional  duties  as  a  real  sore  spot  amona 
t  he  SOS  pi  i ot s . 

Another  very  significant  area  where  future  senior  leaders 
differ  in  opinion  with  SOS  pilots  is  pay  and  allowances.  The 
majority  of  all  written  comments  from  the  AWC  pilots  mention  pay 
as  the  way  to  correct  the  pilot  retention  problem.  The 
statistical  analysis  in  this  chapter  also  supports  this  senior 
leadership  perception.  The  SOS  pilots'  satisfaction  rate  is 
double  that  of  AWC  and  ACSC  concerning  pay.  Clearly,  this  is  one 
of  the  most  notaole  differences  between  the  schools.  The 
perception  of  the  future  senior  leaders  is  that  pay  is  far  below 
an  acceptable  level,  but  the  SOS  pilots,  representative  of  the 
5-11  year  group,  do  not  consider  pay  as  being  one  of  the  major 
factors  concerning  separation  from  the  Air  Force. 

The  lenath  of  the  duty  day  is  considered  too  long  by  all 
survey  participants  (average  over  10  hours).  Non-flying 
additional  duties  consume  over  half  of  the  duty  day.  If  methods 
are  used  to  decrease  the  number  of  non-flying  additional  duties 
performed  oy  pilots,  the  length  of  the  average  duty  day  should 
also  decrease,  therefore  alleviating  two  major  irritants  with  one 
ac  t i on  . 

A  comparison  of  the  satisfaction  rates  of  job  factors  and  the 
importance  of  each  reveal  perceptual  differences.  The  most 
notaoie  of  these  are  in  feedback  and  recognition.  Almost 
one-third  cf  the  ACSC  and  SOS  pilots  are  dissatisfied  with  the 
amount  of  feedback  and  recognition  they  receive,  but  these  same 
schools  place  much  less  importance  in  this  area  than  dio  AWC. 

Over  ha:f  the  AWC  pilots  consider  feedback  and  recognition  very 
important  or  higher,  yet  only  13  percent  are  dissatisfied  with  the 
amount  they  nave  received  over  their  careers. 

AWC  ana  ACSC  pilots  place  a  much  higher  level  of  importance  on 
pay  ann  allowances  and  the  retirement  program  than  do  SOS  pilots. 
The  margin  is  almost  2-to-l  in  both  categories.  This  major 
perceptual  difference  concerning  pay  is  evident  in  each  area  pay 
is  addressed. 

How  does  your  job  as  an  Air  Force  pilot  compare  to  the 
expectations  you  held  when  you  entered  undergraduate  pilot 
fram;na  (UPT)?  ...  It  has  turned  out  just  as  I  thought 
it  wou.d.  I  en  ioy  what  I  do  and  realize  the  Air  Force  has 
its  ups  and  downs  .... 


This  comment  is  one  of  the  very  few  positive  remarks  from  the 
SUS  pilots.  This  particular  pilot  is  separating,  but  not  for  pay 
retirement,  or  because  the  airlines  are  pulling  him  out.  He  is 
separating  because  he  feels  he  can  not  spend  enough  time  on  his 
primary  duty  of  flying  but  must  spend  it  on  additional  duties  he 
thinks  can  be  accomplished  by  a  senior  airman.  This  perception 
problem  is  one  which  the  present  and  future  senior  leaders  of  the 
Air  Force  must  confront. 

In  the  next  chapter  these  perceptual  differences  continue  to 
arise  as  the  authors  focus  on  promotions  and  family 
cons i der  a t i ons . 


Chapter  Five 


OTHER  FACTORS 

This  chapter  focuses  on  results  from  two  additional 
sub-group i ngs  of  the  survey  --  Promotions  and  Family 
Considerations.  First,  a  short  perceptual  analysis  by  school  is 
presented  concerning  the  overall  effectiveness  of  our  current 
promotion  system.  Then  a  comparison  is  offered  between  factors 
each  school  feels  is  currently  important  for  promotion  and  what 
they  feel  should  be  important  in  determining  promotions.  The 
rest  of  the  chapter  is  devoted  to  examining  family  considerations 
and  the  importance  this  subject  represents  in  the  overall 
determination  of  an  officers  career. 


The  survey  presented  a  variety  of  questions  concerning  the 
overall  effectiveness  of  the  present  promotion  system  and  a 
detailed  examination  of  several  specif  Ice  factors  in  promotion 
determination.  The  survey  also  asked  the  participants  to  rate 
how  important  they  believed  it  should  be  in  determining 
promotions  < Appendi x : A- 15 , 1 6) . 
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Figure  20.  Promotion  System  Effectiveness 


27 


The  preceding  graph  discloses  a  large  disparity  between  the 
three  schools  in  their  perceptions  on  the  effectiveness  of  our 
current  promotion  system.  <AWC  =  7^  percent:  ACSC  =  45  percent: 
SOS  =  .io  percent)  See  Figure  20. 

However,  all  three  schools  seem  to  agree  Professional 
M.litary  Education  (PME).  advanced  degrees,  and  performance  of 
aoditicnal  duties  are  major  factors  in  determining  promotions. 
The  authors  selected  two  other  factors  which  they  feel  should 
play  a  major  role  in  the  determination  of  promotions  and  then 
analyzed  how  ail  three  schools  view  these  two  factors.  The 
aodit.ona  factors  are:  demonstration  of  leadership  and 
manaaerr.enf  .  and  performance  of  primary  duties.  These  five 
factors  are  scrutinized  arid  selected  aside  from  the  obvious 
factors  such  as  GER  ratings,  level  of  indorsements.  OEP 
narrative,  and  staff  headquarters  experience. 

The  foi .owing  paragraphs  display  a  breaxdown  of  these  five 
factors  and  how  each  school  perceives  their  importance  in  the 
promof.on  system.  A  breakdown  is  then  disclosed  as  to  the 
.mportarce  each  school  feels  these  five  factors  should  be  in 
or  one  t  .or:  determination. 
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F’r  of  ess  i  ona  1  Military  Education 


Pr of  ess , ona i  Military  Education  -  Over  90  percent  of  the  officer 
in  aii  three  schoois  believe  PME  ranges  from  important 
to  extremely  important.  (AWC  =  91  percent:  ACSC  =  92  percent: 
SOS  =  96  percent)  See  Figure  21. 


Figure  22.  Advanced  Academic  Degrees 


Advanced  Academic  Degrees  -  The  lowest  percentage  is  82  percent 
from  ACSC  while  over  85  percent  of  the  officers  from  AWC  and  SOS 
feel  these  degrees  play  a  major  role  in  promotion  determination. 
See  Figure  22. 


Demon st ration  of  Leaaership  Man  aoemen  t  -  Ex  t  r  erne  I y  surpr  : s 1  no  arm 
admitteolv  very  trouDi ina  to  the  authors  are  the  results  or  this 
factor.  Althouah  rated  somewhat  higher  by  the  AWC  ott  icers.  ACSC 
ana  SO: ;  no  not  feel  as  confident  wnen  considering  this  as  an 
important  promotion  factor.  From  aiscussions  with  SOS  officers 
surveyed,  many  fee!  their  leadership  ability  takes  a  back  seat  to 
other  factors  such  as:  face  time  in  the  squadron",  “whether  or 

not  the  current  squadron  leadership  likea  you  persona!  ly"  .  ''it 
you  ana  your  wife  are  actively  involved  in  officer  club 
functions",  etc.”  (AWC  =  86  percent:  ACSC  =  68  percent:  SOS  =  68 
percent)  See  Figure  24. 


Figure  25.  Performance  of  Primary  Duties 


Performance  of  Primary  Duties  -  Disturbingly,  this  factor  was 
indicated  by  all  three  schools  to  be  one  of  the  least  important 
factors  in  promotion  determination.  Percentage-wise,  this  factor 
ranked  ninth  out  of  13  factors  in  importance  on i y  surpassing  OEP 
narrative,  aeronautical  rating,  decorations,  and  source  of 
commission.  (AWC  =  83  percent:  ACSC  =  75  percent;  SOS  =  59 
percent)  See  Figure  25. 

When  given  the  opportunity  to  rate  each  factor  with  respect 
to  how  important  they  feel  each  should  be  in  promotion 
determination,  an  entirely  different  perspective  is  evident. 


Per  t  ormance  of  Primary  Duties  -  Like  the  previous  factor 
also  rites  extremely  h i ah .  A  much  aifferent  perspective 
apparent  if  compared  to  this  same  factor  previously  merit 
this  chapter.  (AW C  -  100  percent:  ACSC  =  °8  percent:  SC 
percent)  See  figures  25  and  27. 


ke  the  previous  factor,  this 
aifferent  perspective  is 
factor  previously  mentioned  in 
ACSC  =  °8  percent:  SOS  -  97 


e i gure 


Professional  Military  Education 


Professional  Military  Education  -  Although  still  considered 
important,  this  factor  certainly  does  not  carry  the  same 
importance  on  this  scale  when  compared  to  the  previous  two 
factors.  ( AWC  =  64  percent:  ACSC  =  58  percent:  SOS  =  69  percent) 
See  Figures  26.  27.  and  28. 
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Figure  29.  Advance  Academic  Degrees 


Advanced  Academic  Degrees  -  A  little  over  one-third  of  the 
officers  surveyed  felt  this  should  play  an  important  to  extremeiy 
important  role  in  promotion  determination.  This  is  a  significant 
departure  from  the  perception  given  about  this  factor  earlier  in 
this  chapter.  (AWC  =  38  percent:  ACSC  =  32  percent:  SOS  =  41 
percent)  See  Figures  22  and  29. 


AWC 


10% 


(5%  not  important  ana  b%  somewhat  important) 


ACSC  =  13%  (3%  not  important  and  10%  somewhat  important) 

8C3  -  6%  (2%  not  important  ana  4%  somewhat  important) 


Figure  32.  Importance  ot  OER  Patinas  for  Promotion 


A  disturbing  point  is  apparent  throughout  this  entire  chapter 
anaiys.s.  Although  extremely  low.  a  surprising  percentage  feel 
OER  ratines  are  either  not  at  all  important  or  iust  somewhat 
important  to  an  officers  promotion  determination.  See  Fiaure  32. 

In  the  authors  opinions,  although  this  equates  to  extremely 
sir:  a  i  1  numbers  with  this  survey  group,  if  this  type  of  perception 
exists  throughout  the  Air  Force,  a  root  cause  for  retention 
problems  and  d i ssa t i sf ac t i on  of  officers  might  be  identifiable. 


FAMILY.  CONS!  DERAT  I ONS 

The  family  consideration  portion  of  the  survey  focuses  on 
spouse  ana  family  satisfaction  with  military  life.  Additionally, 
career  decisions  made  from  family  considerations  and  the 
encouragement  an  officer  receives  from  the  family  is  also 
examined  c Append i x : A- 1 6  -  A- 18). 
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Figure  34.  Dissatisfaction  With  Military  Life 


Ail  three  schools  indicate  more  than  half  of  the  spouses  and 
families  are  at  least  partially  satisfied  with  military  life  as  a 
whole.  However,  a  large  percentage  also  indicates  they  are  at 
least  partially  dissatisfied  with  present  military  life.  See 
Figure  33  <  AWC  =  67  percent:  ACSC  =  55  percent:  SOS  =  55 
percent)  and  Figure  34  (AWC  =  32  percent:  ACSC  =  42  percent:  SOS 
=  40  percent)  respectively. 
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'pcu.ses  hivma  paying  Jods,  an  extremely  sma  I  :  percentaae 
mucr  as  or  more  money  than  their  military  spouse.  See 
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Figure  -5  r AWC  =  66  percent:  ACSC  =  67  percent:  SOS  =  58  percent) 
and  Figure  36  (AWC  =  3  percent:  ACSC  -  7  percent:  SOS  =  8 


percent)  respective 
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Figure  37.  Negative  Factors/Moving  -  AWC 
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Figure  38.  Negative  Fact ors 7Mov i ng  -  ACSC 
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Figure  39.  Negative  Factors/Moving 


This  survey  did  not  attempt  to  isolate  or  pursue  the  reasons 
for  spouse  and  family  dissatisfaction  with  military  life. 
However,  over  half  of  the  spouses  and  families  of  AW C  and  ACSC 
students  did  indicate  they  disliked  moving  every  3  to  4  years. 
When  asKed  what  the  most  negative  aspects  of  PCS  moves  are 
< Append i x : A- 18 ) .  the  three  schools  responded  as  depicted  in 
Figures  37.  38.  and  39. 


One  other  important  factor  that  materialized  when  analyzing 
the  schools'  responses  was  the  number  of  officers  that  make 
career  decisions  based  solely  upon  family  considerations  such  as 
a  spouse  s  career,  school  systems,  etc. 


Percentage  of 

responses  given: 

Very  Often 

Often 

Some  times 

Total  % 

AWC 

3.4% 

5.2% 

15.5% 

24% 

ACSC 

3.1% 

16.5% 

26.8% 

46% 

SOS 

6.3% 

22.9% 

29.2% 

58% 

A  very  small  percentage  ot  AWC  officers  indicated  they  make 
career  decisions  based  on  family  considerations.  However, 
proportionately  these  percentages  greatly  increase  when  the 
results  ot  ACSC  and  SOS  officers  are  examined.  See  Figure  40. 
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Figure  41.  Making  the  Air  Force  a  Career 


Additionally,  when  asked  if  their  spouse  or  Immediate  family 
wanted  them  to  continue  with  an  Air  Force  career.  AWC  and  ACSC 
officers  disclosed  positive  results.  However,  a  frighteningly 
low  percentage  of  spouses  and  immediate  family  members  of  SOS 
officers  encourage  their  spouses  to  make  the  Air  Force  a  career. 
Furthermore,  26  percent  of  the  same  group  sample  from  SOS 
encourage  their  spouses  not  to  make  the  Air  Force  a  career.  See 
Figure  41. 


SUMMARY 

A  close  inspection  of  this  chapter  reveals  a  definite 
perception  problem  between  the  AWC  and  both  the  ACSC  and  SOS 
officers,  with  the  difference  more  evident  in  the  latter  school. 
Overall,  ACSC  and  SOS  officers  reveal  a  serious  lack  of 
confidence  in  the  Air  Forces  current  promotion  system. 


While  all  three  schools  feel  advanced  academic  degrees, 
additional  duties,  and  professional  military  education  are  major 


factors  in  determining  an  officer's  promotion  success,  a  much 
different  perspective  is  evident  when  they  are  asked  to  determine 
t.ne  importance  leadership  and  primary  duties  currently  play  in 
promotion  determinations.  Although  AWC  officers  feel  both 
factors  are  important.  ACSC  ana  SOS  officers  unveil  a  completely 
different  point  of  view.  This  attitude  is  more  evident  when  the 
responses  of  all  three  schools  are  used  to  rank  order  the 
th.rteen  factors  presented  in  the  survey  for  determining 
promotions.  The  perceptions  which  exist  as  to  what  they  believe 
is  important  compared  to  what  they  feei  should  be  important  also 
demonstrates  two  entirely  different  convictions.  The  authors  are 
also  surprised  by  the  results  wh i ch  indicate  some  AWC  and  ACSC 
officers  feel  OER  ratings  are  simply  not  important  or  just 
somewhat  important  in  the  determination  of  promotions. 

Family  considerations  also  reveal  some  divergent  viewpoints. 
ACSC  ana  SOS  responses  aid  not  demonstrate  overwhelming  family 
satisfaction  with  military  life.  In  the  authors  opinion,  a 
higher  than  expected  percentage  of  spouses  are  found  to  have 
paying  jobs.  This  could  be  the  result  of  spouses  pursuing 
separate  careers  or  the  need  for  an  additional  income  for  the 
t  arn:  i  y  . 

PCS  moves  are  found  to  have  a  devastating  effect  on  family 
hardships  with  disruption  of  life  and  economic  factors  most 
prevalent.  Futhermore.  many  ACSC  and  SOS  officers  indicate  they 
make  career  decisions  based  upon  family  considerations.  Finally, 
encouragement  by  the  family  and/or  spouse  for  the  officer  to 
continue  an  Air  Force  career  was  found  to  be  less  than  the 
authors  expected. 


Chapter  Six 


FINDINGS 

The  officer  retention  survey  conducted  by  AFMPC  clearly 
identified  why  pilots  are  separating  from  the  Air  Force.  The 
results  of  the  survey  were  briefed  to  the  highest  levels  of  the 
Air  Force.  Workshops  have  been  held  to  identify  solutions  to  the 
retention  problem  and  Air  Force  leaders  are  currently  studying 
the  options  available  to  solve  the  problem.  Most  of  the  options 
are  related  to  pay:  yet  the  survey  results  point  out  that 
althouan  pay  is  important,  other  factors  are  also  important 
(2:12). 

This  paper  has  identified  the  major  perceptual  differences 
that  are  occurring  between  the  future  senior  leaders  of  the  Air 
Force  and  the  5-11  year  group  pilots  who  are  separating.  These 
perceptual  differences  are  most  significant  in  the  following 
areas:  leadership  and  supervision  at  and  above  the  unit  level, 

pav  ano  allowances,  promotion  system,  additional  duties,  overall 
j  d  satisfaction,  and  the  retirement  program. 


L eadersn i p _ and _ Super v i s i o  n 

Both  SOS  and  ACSC  pilots  are  dissatisfied  with  the  leadership 
and  supervision  at  and  above  the  unit  level.  In  fact,  this  trait 
is  ranked  as  the  number  one  dissatisfier  by  both  groups. 
Conversely,  the  AWC  pilots,  many  of  whom  will  be  the  future 
leaders  of  tne  Air  Force,  do  not  consider  leadership  as  one  of 
the  leading  d i ssat i sf i ers .  Although  not  perceptually 
significant,  an  important  statistic  reveals  almost  one-third  of 
each  school  feels  unit  commanders  place  a  greater  emphasis  on 
their  own  careers  than  they  do  on  their  unit's  mission 
accomp 1 i shment . 

Pav  and  Allowances 

Current  and  future  Air  Force  senior  leaders  (AWC  pilots) 
clear iy  think  pay  and  allowances  are  a  major  reason  why  pilots 
are  separating  (2:12).  The  AFMPC  survey  results  confirm  that  pay 
and  allowances  are  important,  but  not  the  most  important  factor. 
This  factor  ranks  third  among  separating  SOS  pilots  behind 
leadership  and  supervision  at  the  unit  level  and  little 
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say  in  future  assignments.  However,  ACSC  and  AWC  pilots  perceive 
pay  and  allowances  as  being  the  most  important  factor  causing 
early  separations.  The  authors  believe  increasing  pay  and 
allowances  are  the  quickest  and  easiest  ways  to  partially 
alleviate  the  retention  problem,  but  also  the  most  expensive. 

Promotion  System 

Perceptual  differences  in  the  promotion  system  are  very 
significant.  AWC  pilots  view  the  promotion  system  as  a 
beneficial  system  and  a  motivator  to  remaining  on  active  duty. 

SOS  students  view  the  promotion  system  as  a  detractor,  and 
attribute  it  as  a  factor  to  separating  from  the  Air  Force  early. 
Obviously,  because  of  the  quality  of  AWC  pilots,  the  promotion 
system  has  worked  to  their  advantage,  but  the  SOS  pilot  has  yet 
to  make  his  first  be  1 ow-the-zone  promotion.  His  view  of  the 
promotion  system,  like  AWC  pilots,  is  biased. 

Additional  Duties 

The  amount  of  non-flying  additional  duties  is  a  major 
irritant  to  the  SOS  and  ACSC  pilots.  Two-thirds  of  the  AWC 
pilots  spend  over  50  percent  of  their  time  in  the  performance  of 
additional  duties,  yet  they  don't  consider  it  a  major  factor  in  a 
pilot's  decision  to  separate  from  the  Air  Force.  Non-flying 
additional  duties,  combined  with  the  excessive  length  of  the 
average  duty  day,  are  major  di ssat i sf i ers  with  ACSC  and  SOS. 

These  combined  factors  lead  to  average  duty  days  in  excess  of  10 
hours  for  ail  three  schools.  Another  area  of  concern  is  the 
perceived  importance  of  additional  duties  on  promotion 
opportunities.  Three-quarters  of  all  pilot  responses  indicated 
the  performance  of  these  additional  duties  are  necessary  for 
promotion.  Conversely,  the  performance  of  primary  duties  ranks 
very  low  with  ACSC  and  SOS  pilots  when  considering  promotion 
oppor tun i t i es . 

Overall  Job  Satisfaction 

Almost  one-quarter  of  the  SOS  pilots  are  dissatisfied  with 
their  jobs.  This  rate  is  seven  times  greater  than  the  viewpoint 
of  the  AWC  pilot.  A  culmination  of  all  previous  factors  led  to 
this  high  percentage.  This  perceptual  difference  is  important, 
especially  to  the  future  leaders  of  the  Air  Force. 


Ret irement  Program 

As  expected.  AWC  pilots  feel  the  retirement  system  is  very 
important  in  their  decision  to  remain  in  the  Air  Force.  However 
SOS  pilots  rank  it  very  low.  Retirement  benefits  do  not  mean  as 
much  to  a  pilot  who  is  only  half  way  to  retirement  as  they  do  to 


a  pi'ot  who  already  is  or  will  De  elidible  for  retirement  very 
shortly.  Leaders  must  realize  that  counseling  in  this  area  will 
prooaoly  be  unproduct i ve  . 


This  research  project  identifies  many  areas  where  the  authors 
feel  changes  can  oe  incorporated  to  make  the  Air  Force  a  more 
attractive  option  for  career  oriented  pilots.  The  perceptions  of 
our  future  senior  leaders  are  much  different  than  those  younger 
pilots  separating  from  the  Air  Force.  First,  knowing  what  these 
perceptual  differences  are.  and  second,  knowing  what  to  do  to 
correct  these  deficiencies  are  keys  to  solving  the  retention 
problem  once  ana  for  all. 

The  easiest  measurable  step  is  to  pay  pilots  more  for  a 
guaranteed  commitment.  The  Air  Force  is  reviewing  these  options 
as  this  paper  is  being  written.  The  most  recent  option  studied 
is  to  pay  the  pilot  $12,000  per  year  of  commitment  up  to  five 
years  (2:1). 

Nor.  -riving  additional  duties  are  a  real  irritant  to  the  pilot 
considering  separation.  The  authors  believe  this  problem  can  be 
solved  in  several  ways.  First,  assign  an  additional  airman  or 
senior  airman  to  handle  routine  additional  duties  such  as 
publication  updates,  security,  snack  bar  officer,  building 
custodian,  various  charity  drives,  and  other  jobs  which  can  be 
handled  by  any  person,  not  necessarily  a  pilot.  Second,  assign 
additional  duties  ana  responsibilities  based  on  experience,  not 
rank.  Make  an  effort  to  assign  new  lieutenants  to  weapons  and 
tactics  positions  or  to  other  jobs  directly  relating  to  flying. 
This  should  provide  a  motivational  factor  and  should  also  help 
tnem  learn  more  about  their  weapon  system. 

The  length  of  the  average  duty  day  is  too  long.  A  reduction 
in  additional  duties  will  help  alleviate  this  problem,  but 
another  option  is  also  available.  Tne  perception  exists  that  the 
Air  Force  rewards  the  " work -aho 1 i c" .  An  Air  Force-wide  unit 
'goals"  program  would  de-emphasize  the  amount  of  time  spent  on 
the  i ob  and  would  emphasize  the  quality  of  time  spent  on  the  i  oo . 
It  each  unit,  each  flight,  each  section,  etc.,  set  goals  to 
achieve  monthly,  quarterly,  annually,  etc.,  they  cou ; d  budget 
their  time  to  make  these  goals  and  performance  could  be  measured 
aaainst  their  success  or  faiiure  in  attaining  these  aims. 

The  levels  of  dissatisfaction  with  the  leadership  at  ana 
Jbove  tne  unit  level  is  too  high  for  us  to  dismiss.  The  Air 
Force  may  not  be  placing  the  right  people  in  the  squadrons  as 
leaders.  Individuals  should  be  carefully  screened  for  competence 
in  the  weapon  system,  as  we  1  1  as  competence  as  a  leader,  before 


they  are  chosen  to  lead  pilots  Todays  perception  of  how  to  get 
ahead  is  to  land  a  headquarters  assignment  and  stay  long  enough 
to  get  promoted  de 1 ow-the-zone  .  This  early  promotion  identifies 
that  indivicual  for  future  command,  whether  they  are  leaders  or 
incompetent  to  lead.  A  good  point  for  senior  leaders  to  consider 
is  that  a  good  staff  officer  may  not  be  a  good  leader. 

Conversely,  good  pilots  who  have  never  left  the  cockpit,  may  not 
be  competent  leaders  because  they  may  not  have  the  experience 
necessary  to  properly  advise  their  people  in  matters  other  than 
flying.  The  authors  feel  this  balance  can  be  attained,  but  only 
with  proper  emphasis  by  our  senior  leaders. 

The  authors  believe  that  dissatisfaction  with  leadership 
above  the  unit  level  is  more  a  problem  of  education  than 
incompetence  at  the  higher  levels.  Junior  officers  are  not 
exposed  to  the  senior  leaders  very  often  and  because  of  the 
workload  associated  with  our  general  officer  positions,  this 
perception  probably  will  not  change  in  the  near  future.  However, 
we  can  learn  "commander's  intent"  from  the  Army.  If  policies  and 
procedural  changes  are  explained  when  directed,  there  could  be 
ess  complaining.  The  Army  understands  they  will  fight  the  war 
better  when  the  commanders  at  the  lowest  levels  understand  their 
objectives.  They  can  then  pass  these  orders  or  objectives  on  to 
their  people.  This  same  analogy  can  apply  to  the  Air  Force. 

Finally,  one  additional  step  can  be  taken  to  possibly  reverse 
the  intentions  of  a  few  pilots  from  separating.  Locate  the  forms 
necessary  to  apply  for  separation  from  the  Air  Force  in  the 
squadron  commander  s  office.  Currently,  a  pilot  simply  picks  up 
the  forms  from  the  Military  Personnel  Office,  where  he  must  talk 
to  no  one  concerning  his  decision.  If  he  obtained  these  forms 
from  his  commander,  the  commander  should  have  the  desire  to  find 
out  why  that  individual  is  separating.  If  this  is  not  feasible, 
then  the  pilot  separating  should,  at  the  very  least,  be  counseled 
ov  not  only  his  squadron  commander  but  also  by  the  wing-level 
commanders.  It  must  be  remembered,  each  pilot  retained  is  a 
significant  savings  in  money,  war  fighting  experience,  and 
manpower . 

in  conclusion,  senior  leaders  must  realize  pay  is  not  the 
only  solution  to  a  very  serious  and  real  problem.  The  authors 
believe  senior  leaders  should  initiate  studies  to  follow  up  on 
the  issues  brought  out  in  this  report.  A  large  group  study  would 
.noicate  if  these  perceptions  are  indeed  accurate  Air  Force-wide. 
They  should  then  take  steps  to  educate  every  rated  officer  in  a 
oosition  of  command  and  those  that  wi i i  be  commanding  in  the  near 
future  ; in-resiaence  PME  officers)  on  why  junior  pilots  are 
~epar  at  :  .no .  i.)n  I  y  then  will  we  see  the  trend  of  pilots 
sepatat.no.  their  valuable  experience,  ana  potent i  1 1  I  v  out  future 
°  ncler  eh  i  u  -  c  versed. 
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APPENDIX - — — 


OFFICER  RETENTION  SURVEY  USAK  SCN  87-0'i 
(HO  AFMPC/DPMYO) 


GEN  KRAI,  INSTRUCTIONS 


;  1  y  answer  to  each  question  except  where  instructions  indicate  other- 

« iS'1  •  Make  any  additional  comments  on  the  o  iitunrrit  sheet  at  the  end  of  this 
s  .  r  v .  -  y  . 

M i r -  /  >ur  answers  on  the  answer  sheet.  It  is  not  necessary  t(*  write  on  the 

survey  itself.  Please  use  a  No.  2  pencil. 

Be  s - r  e  to  rdrk  your  answers  carefully  so  that  you  enter  them  opposite  the  same 
answer  sheet  number  as  survey  question  number. 

Bt  s  .  r  t*  that  your  answer  marks  are  heavy  and  that  you  blacken  the  oval -shaped 
5»T  '•  •  erase  all  changes  completely  and  carefully  so  as  not  to  tear  the  answer 


Right  Way 
to  Mark 


2  C£>^»C IDGDCZ) 

3  CIPCZSDCZ>«»Ci:> 


Answer  Sheet  <  c>CD»CDCD 


Wrong  Way 
to  Mark 
Answer  Sheet 


6  CDCX>CjbCZ)C^li 

7  GXCDC»«Z3CZ) 

8  C.KBOOO 


Since  this  survey  is  strictly  anonymous,  please  do  not  write  your  name  or  y>  :r 
SsA.N  '.'n  either  your  answer  sheet  or  survey  booklet. 

•  ■  staple  or  otherwise  damage  the  u-swot  sheet  as  the  electronic  scanner  will 
not  i  •  a:l  the  forr,  and  your  input  will  be  rejected. 


n.l.AM.  I.OOK  AT  TMK  NUMERIC  GRIP 
ON  YtCK  ANSWKR  SHEET  AND  FOLLOW 
TliL  INSTRUCTIONS  ON  TIIL  NLXT  PAGE 


-v 


DFMOUN  AF’H  ICS 


What  is  you  i  pies  out  grade:' 

A  . 

Colonel 

B  . 

Lieutenant  Colonel 

C  . 

Major 

D. 

Captain 

E. 

Lieu  t  ena  n  t 

Wha  t  is  your  sex  ? 

A  . 

Fema  1  e 

B. 

Ma  1  e 

Huw 

much  total  active  federal  commissioned 

service 

( TAFCS  ) 

have  you  completed? 

A . 

Less  than  5  years 

B. 

5  years  but  less  than  11  years 

C . 

11  years  but  less  than 

1 6  year  s 

D. 

lb  years  but  less  than 

20  years 

E. 

Over  20  years 

How 

many  -ears  of  prior  enl 

i sted  service 

do 

you  have? 

A  . 

Ze  r  o 

B  . 

Less  than  S  years 

(  . 

S  to  10  years 

1). 

Over  10  years 

To 

which  Major  Command  are 

you  currently 

assigned? 

( answer 

i  n 

question  5,  6,  or  7) 

A.  Air  Force  Communications  Command 

F>  .  Air  Force  Logistics  Command 

C.  Air  (■  u  i  v  Space  Command 

I  .  Air  force  Systems  C o m m a n d 

L-  .  Air  Training  Command 

A .  Air  University 

B.  A  I  a  k  a  1 1  Air  Command 

C  .  Electronic  Security  Command 
L1 .  M  i  I  i  I  .1 1  y  Airlift  C  omma  nd 
E  .  f 'a  c  1  t  i  c  Air  Forces 

A.  Strategic  Air  Command 
F .  Tactical  A i i  Command 
r .  United  States  Air  F'uiee  in  Europe 
r 1 .  Other  (Headquarters,  SO A ,  LRU ) 


A-i 


.  £  v  u  i  curient  p  r  t  m  a  i  y  aeruniut  km  i  idling: 

Pi  i  o  l 

ben  i  j  i  (  i  I  _i  t 
t  .  miijiid  F  i  I  o  t 

o  u  are  .uiieiitly  dSsignbJ  to  ATC ,  whioh  u  f  the  following 
jm  parent  command?  i  Answi-i  in  question  y  or  10) 

Ait  Training  Coimnaml 
A  ;  .1  .Kan  Aii  Command 
Mi  i  it.-:  .  Aii  I  i  f  t  Command 
P  i  .  i  I  II  Ail  Fiji  ct-t. 

C.  tiategic  Air  Command 

Tj'.  t  i  Cd  I  Air  Command 

United  Clates  Aii  Foiue  in  tui upe 

0  t  tie  r 

is  your  majoi  weapon  system  (MWS)  group?  (answer  in 

t  i  el,  II  o  i  1C) 

B  util  b  e  1 
Fighter 

Recoimai s  sa  nee 
Strategic  Airlift 
Tanker 

Tactical  Airlift 
T  r  a  i  ne  i 
Hel  icopter 

U  t  be  i 

is  your  marital  status? 

Never  married  (skip  to  question  16) 

Married,  spouse  is  not  a  member  of  a  military  service 
Married,  spouse  is  a  member  of  a  military  seivice 
Peg a  I  I  y  sepal  uted 

Divorced  oi  widowed  and  not  remarried 

is  your  tour  status  at  your  current  duty  station? 


Una c  com  pa  n i ed 

Accompanied  tour;  dependents  residing  with  me 
A  t  c  m  pan  i  e  d  tour;  dependents  residing  e  I  s  e  w  tie  r  e 
Ne)  nppl  icable,  no  dependents 


How  many  dependent  children  do  you  have  living  at  home? 


A  .  ?ei  o 
B  .  1 

<  - 

i i .  J  ur  mure 

What  is  your  source  of  commission? 

A  .  GTS 

B.  ROTC 
IJSAFA 
L) .  Other 

Utiat  is  your  highest  level  of  education? 

A.  College  degree  (BA,  B  S  ,  or  equivalent) 

B.  Graduate  work  beyond  bachelor  degree  (no  masters  degree) 

<  .  Masters  degree 

L> .  Postgraduate  work  beyond  masters  degree 
F .  Doctorate  degree 

Utiat  is  the  major  area  ul  study  of  your  most  recent  college 
w  o  r  k  d  e  g  r  e  e  7  (answer  in  question  18  or  19) 

A.  Business  Administration  or  Management 

H.  Social  Sciences  (e.g..  Psychology,  Geography,  Political 
Science.  History) 

Humanities  (e.g.,  English,  Foreign  Languages,  Philosophy) 
r> .  En  g  i  life  i  i  ng 

I.  Physical  Science  (e.g..  Chemistry,  Biology,  Physics) 

A  .  Mathem.it  i  i  ■ 

B.  riimptit»-r  S l  i  eric. e 

C.  Othei 

CAREER  INTENTIONS 

Ttiirik  bad  to  when  you  first  entered  active  duty.  What  was 
your  intent  with  legard  to  making  the  Air  Force  a  career? 

(answer  in  question  20  or  21) 

A.  Definitely  would  make  the  Air  Force  a  career 

B.  Probably  would  make  the  Air  Force  a  career 

C.  Leaned  toward  making  the  Air  Force  a  career 

D .  Undecided 

E.  Leaned  toward  not  making  the  Air  Force  a  career 

A.  Probably  would  not  mak-'  the  Air  Force  a  career 
P .  Definitely  would  not  make  the  Air  Force  a  career 


ft-  < 


e  /  u  i  :ut  rent  ;  n  t  e  n  l  1  j  n  s  tuwaul  remaining  in  t  ht 
ui  a  *  I  eai  t  20  yea  i  &  .  <  answer  in  question  22'  or  I 


'  *  A  ,  j  !  i  tudy  r  omp  I  e  t  fil  2  O  u  i  m»  j  r  e  vt.t  [  '  st*rv  i  cp 

:  e  :  .  11  J  t  e  :  V  will  remain  in  the  Air  Puree 

F  :  stably  will  iemain  ir,  the  Air  Force 
2  e  a :  i  toward  remaining  in  the  Air  Force 
L  n  U  e  <_  i  d  e  d  (Skip  tu  question  J  2  > 


Lean  toward  not  remaining  in  the  Air  Force  (Skip  tu 
p  j  e  s  t  i  c  i  n  9  .» 

F  ;  u  t-a  b i y  will  not  remain  in  the  Air  Force  (Skip  to 
q  oe  s  t  i  or,  29  J 

2 "finitely  will  not  remain  in  the  Air  Force  (Skip  to 
question  29) 

I  F  a  v  e  an  established  Date  ul  Separation  (DOS)  (Skip 
f o  question  29  j 


in  t  h  highest  grade  you  would  like  to  reach  b«>  f  <  ■  i  e 
rite  "i  retire  f  i  urn  t  fie  Air  Force: 


I  e  n  e  r  a  l  Officer 
'u  I  Line  I 


Lieutenant  Colonel 
Mu  jo  r 
C  a  p  t  a  i  n 


A.  General  Offi 

E .  Colon 

i  — *  1 1  ."r)  t  Colonel 


It  you  responded  A,  B,  C  or  D  to  Quest  ion  22,  please  select 
the  one  factor  which  has  influenced  you  most  to  make  the  Air 
Force  a  career.  (Please  mark  one  answer  only  in  question  2b 
26,  27  q_r_  28:  after  completing  t  ft  i  s  question,  skip  to 

quest  ion  32 ) 


Opportunity  for  training  and  education  in  the  Air  For  ce 
My  Air  Force  job  (challenging,  provides  a  sense  of 
accomplishment,  etc.) 

Pay  and  al  lowances 

Aviation  Career  Incentive  Pay  (ACIP) 

Availability  of  civilian  jobs 


ittHKX&S 


ft  -  A 


A.  Promotion  system  and  opportunity 

B.  Institutional  benefits  (medical  and  dental  care,  BX, 
commissary,  etc. ) 

C .  Leadership  and  supervision  at  the  unit  level 

D .  Leadership  and  supervision  above  the  unit  level 
I- .  Travel  and  new  experiences 

A.  Have  "say"  in  future  assignments 

B.  Security  of  Air  Force  life 

C  .  Opportunity  to  make  changes  which  improve  my  Job/org. 

[>.  Air  Force  policies  and  procedures 

E.  Retirement  benefits 

A.  Opportunity  to  serve  my  country 

B.  The  people 

f .  Some  other  factor 

D.  I  do  not  intend  to  make  the  Air  Force  a  career 

If  you  responded  A,  B,  C  or  D  in  question  23,  please  select 
the  one  factor  which  has  influenced  you  most  NOT  to  make  the 
Air  Force  a  career,  iplease  mark  one  response  only  in 
question  29,  30  or  31' 

A.  Family  separation 

B.  My  Air  Force  job  (little  challenge,  little  sense  of 
accomp I  i s  hmen t ,  etc.  > 

C .  Pay  and  allowances 

D.  Aviation  Carter  Incentive  Pay  ( AC  I P > 

F.  Availability  of  civilian  jobs 

A.  Promotion  system  and  opportunity 

B.  Institutional  benefits  (medical  and  dental  care,  BX, 
commissary,  etc. ) 

( ' .  Leadership  and  supervision  at  the  unit  level 
l  .  Leadership  and  supervision  above  the  unit  level 
c  .  Frequent  PCS  mover. 

A.  Little  "say”  in  future  assignments 

B.  Working  conditions  ( long  hours,  shift  work,  environmental 

ci  i nil  i  t  i  o  n s  ,  etc.  > 

The  peo p  l  e 

Lack  of  opportunity  to  make  changes  which  improve  my  job/ 
o  r  g  ci  n  i  z  l*  t  1  c  m 
h  .  3  m  ►_*  f  j  t  h  e  i  J  act  o  r 


/}- 


•  I  :: 


■  i  g  f  i  i  t  i  v n  <  i,d  ncgrt  *  i  ve  d^pt-cts  of  be  i  tig  a 

g  ',  L  * 1 J ,  ‘.'q  :.C,  l'U.  >,  I  would  like  to  be  one  if 

*  ■■  •  •  u  *  ■  i i  ♦  .  .  d  n  s  we  t  e  i  t  Tie  i  question  32  or  33  > 

A  .  N  A  .  *  j  :  :  e r. '  i  y  bo  !  d  a  command  position 

-  .  -llu'iil,  i  i  :  a  g  i  t-e 

D  1  u  r  g  :  e 
:  .  U-.Je  -  ;  ie  ! 

-  ■  •  A  g  -  c 

Strongly  agr  ee 

fusrCugnizing  that  promotion  opportunities  might  be  restricted 
•  <? .  g .  .  competitive  to  Major,  slim  to  Lieutenant  Colonel, 
none  to  Colonel),  what  effect  would  a  "t I v  only"  career 

-  f  i  jn  have  on  your  current  intentions  toward  making  t  fie 
Ar:  Force  a  career? 

A  .  Strong  negative  effect 
:■  .  Me  g  a  t  i  ve  e  r  feet 

Neither  a  positve  nor  a  negative  effect, 
if.  Positive  effect 
E  .  Strong  positive  effect 

!  ,'  could  continue  to  perform  my  primary  duties  until 
e  t  i  :  ssient  .  ■  would  be  willing  to  retain  my  current  rank 
->nd  33  1  ar  /  'with  yearly  cost  of  living  increases). 

A.  Strung lv  disagree 
3 .  Disagree 

Neither  agree  nor  disagree 
Agree 

E .  Strongly  agree 

jo  you  feel  one’s  career  opportunities  within  the  Air  Force 
are  expanded  or  limited  as  a  result  of  being  a  pilot? 

A .  Greatly  limited 
3  .  Limited 

Neither  limited  nor  expanded 
j.  Expand  e  a 
3 .  Greatly  expanded 


Using  the  scale  below,  please  rate  your  level  of  agreement/ 

disagreement  with  each  of  the  following  statements. 

A  -  B  -  C  -  D -  E 

STkUNGLY  DISAGREE  NEITHER  AGREE  AGREE  STRONGLY 

DISAGREE  NOR  DISAGREE  AGREE 

37.  I  view  the  Air  Force  as  "just  a  job"  and  not  a  "way  of  Life" 

38.  In  my  opinion,  pilots  who  separate  to  join  the  airlines  do  so 
because  of  the  appeal  of  the  airlines. 

39.  1  have  never  seriously  considered  any  other  kind  of  work 
other  than  being  an  Air  Force  officer. 

40.  AC  1 P  (flight  pay)  was  a  key  incentive  for  entering  pilot 
training. 

41.  Personal  interests  and  desires  must  take  second  place  to  the 
needs  of  the  Air  Force. 

42.  All  things  considered,  if  I  left  the  Air  Force  tomorrow,  I 
would  have  difficulty  finding  a  job  comparable  to  my  Air 
Force  job. 

43.  Obtaining  a  job  with  the  airlines  following  retirement  from 
the  Air  Force  is  a  viable  option. 

44.  A<  I  F  i  ‘.  sufficient  compensation  for  the  "hardships" 
associated  with  a  flying  i  o  b . 

4b.  I  tend  to  identify  more  w i t h  officers  within  my  own  career 
field  than  with  the  officer  corps  in  general. 

46.  In  my  opinion,  pilots  who  separate  to  join  the  airlines  do 
so  because  of  dissatisfaction  with  the  Air  Force. 

47.  Uhat  appeals  t  o  you  most  about  a  career  with  the  airlines? 
(please  answer  in  •piestion  47  or  48) 

A.  N/A,  a  career  with  the  airlines  does  not  interest  me 
H  .  .1  o b  :Ti  u  r  i  t  v 

1  .  Jot’  • :  a  1  i  I  in  t  i  u  n 

L1 .  Wot  1;  s c hod  u  1  e  /  ho  u  i 
F  .  F  a  v 

4M.  A.  Geographic  stabi I lty 

F .  Opportunity  to  fly  w i  t  h  the  ANG / A  FREE 
i '  .  P  i  o  hi  r  ■  t  i  1 1  r  i  •  j  |  >  p  o  i  t  ’  i  n  i  t  I  e  s 

I  .  o  o  m  e  -  j  t  f .  <  ;  f  o  ■  t  ■  1 1 


A-  ' 


>.V--V.v:v:v 


>>>; 


Where  have  you  received  the  maiority  of  vour  information 
concerning  civilian  job  opportunities?  (please  answer  in 
question  4  9  or  BO) 


A.  I’ve  not  received  any  information 

B.  Literature  directly  from  the  eompa n i es / sc hoo I s 

C .  Future  Aviation  Professionals  of  America  (  F  A  P  A  ) 

D.  Other  professional  journals  or  publications 
E  .  News  pa  pe  r  s 

A.  "Uord  of  mouth" 

b.  Personal  contact(s)  made  while  occupying  my  present 
Air  Force  position 

C.  Personal  contact(s)  made  outside  my  Air  Force  position 
1  have  actively  searched  for  a  civilian  job  during  the  past 


A .  Yes 

B.  No 


(continued  on  next  page) 


i 


JOB  FACTORS 


P  lease  indicate  how  satisfied  you  have  been  with  each  of  the 
following  factors  during  your  Air  Force  career. 


A  - ~ 

- B  -  - -  • 

- L - 

-  D - 

-  E 

VERY 

D 1  SEAT  1 SF 1  ED 

D 1 SSAT 1 SF 1  ED 

SATISFIED 

VERY 

SATISFIED 

NEITHER  SATISFIED 
NOR  DISSATISFIED 


E>2.  Promotion  opportunity 

S.t.  Quality  of  leadership/supervision  at  the  unit  level 
54.  Quality  of  coworkers 

5  0  .  Job  responsibility 

5 b .  Amount  of  nonflying  additional  duties 

57.  Prestige 

58.  Job  security 

59.  Physical  working  conditions 

60.  Health  care  benefits  (medical,  dental) 

61.  Institutional  benefits  (BX,  commissary) 

62.  Pay  and  a  I  lowances 

uj.  Retirement  program 

on.  Quality  of  leadership/supervision  above  the  unit  level 

65  .  Joti  eha  I  I  enge 
b o  .  Aniijunt  of  f  I  y  i  n g 

6-'.  Major  Weapon  System 
68.  Amount  of  f eedback / r ecogn i t i on 
65).  Length  it  average  duty  day 
/<  < .  Wo  r  k  schedule 

/  1  . 


Work  group  cohesive 


Decision-making  opportunities 


opportunity  to  exercise  creativity 


Management  opportunities 


ueogiaphiie  stability 


Say  iti  base  assignment 


Opportunity  tor  personal  growth  and  development 


Opportunity  fur  i ndependenci 


Over  a  1  1  job  satisfaction 


What  is  the  length  of  your  average  duty  day?  (please 
answer  in  question  60  or  61) 


A.  Less  than  Q  hours 

B .  Q  hours 

C .  9  hours 

D.  10  hours 

E .  11  hours 


A.  12  hi  ours 

B  .  13  hours 

C  .  1  A  hours 

D .  15  hours 

E  .  Over  1 5  hour  s 


What  would  you  consider  to  be  a  reasonable  duty  day?  (please 
answer  in  question  62  or  83) 


A.  Less  than  8  hours 

B .  8  hours 

C  .  9  hi  o  u  r  s 

[i .  10  hours 

E .  11  hours 


A.  12  hours 

B.  13  hours 

C.  1  A  hours 

D.  15  hours 

E.  Over  15  hours 


fi  -  10 


1  .n  «*r.1 


04  . 


Approximately  what  percent  of  your  duty  day  is  spent  in  the 
performance  of  nonflying  additional  duties?  (please  answer  in 

question  64  or  05) 


Ei 


vC* 


0  5  . 


06  . 


87 


00. 


A  . 

Less 

than  10% 

B  . 

10% 

C  . 

20% 

D. 

30% 

E. 

40% 

A  . 

50% 

B. 

Over 

50% 

Approximately  how 

answer  i 

n  que  s  t i on 

A  . 

0  days 

B  . 

1  - 

1 4  day  s 

C  . 

15  - 

30  days 

D. 

31  - 

45  days 

E. 

46  - 

60  days 

A. 

61  - 

75  days 

B. 

75  - 

90  days 

C. 

91  - 

105  days 

D. 

106 

-  120  days 

E. 

121 

-  135  days 

A  . 

136 

-  150  days 

B. 

More 

than  150 

For  questions  80  -  94,  use  the  following  scale. 


B 


STRONGLY 

D 1 SAGREE 

£ 

09.  1  am 

r»  »  « 

90 .  Remo  t 

9  1  .  G>.ne  i 

W: 

j"0. 

D I SAGREE 


NEITHER  AGREE 
NOR  DISAGREE 


-  D  -- 
AGREE 


STRONGLY 

AGREE 


Generally,  I  am  satisfied  with  the  types  of  work  I  do  in  this 


The  conditions  of  my  present  assignment  have  caused  me  to 
look  for  a  new  assignment  earlier  than  normal. 


[>uring  my  time  in  the  Air  Force,  the  prestige  of  flyers  has 
d.  creased  while  that  of  nonflyers  has  increased. 

The  quality  of  life  in  my  maior  command  is  as  good  as  in 
nt hei  ma  jut  commands. 


Please  indicate  how  important  ea>:h  of  the  following  factors  are  to 
you  personally. 


A  -  B 

Mii'V  AT  ALL  SOMEWHAT 

!  :  ANT  I  MPORTANT 


1 MPORTANT 


--  D  -  F 

VERY  EXTREMELY 

IMPORTANT  IMPORTANT 


:  .  r  :  omo  t  i on  u ppo  r  t  un i ty 

6 .  Quality  of  leadership/supervision  at  the  unit  level 
J.ij  i  i  t  v  of  cowoikers 
J  o b  ;  ;  pons i b i  I  i  ty 

i.  Amount  of  nunt  lying  additional  duties 
f  i  e  s  t  i  g  e 


{  t 

P  ■  1  . 

J  u t  security 

K.. 

Physical  working  conditions 

il 

103. 

Health  care  benefits  (medical,  dental) 

1 

nV 

104  . 

Institutional  benefits  <BX,  commissary) 

. 

\  * 

10‘S. 

Pay  and  allowances 

»  , 

|Vi 

1  06  . 

Retirement  program 

107  . 

Quality  of  leadership/supervision  above 

>.'y 

108  . 

Job  challenge 

•/ 

109. 

Amount  of  flying 

t"*" 

<• 

110. 

Major  Weapon  System 

h. 

111. 

Amount  of  feedback/recognition 

C-- 

110. 

Work  schedule 

Jv 

£% 

• 

118. 

Work  group  cohesiveness 

T 

11a. 

Decis ion-making  opportuni t ies 

r.  • 

t:~ 

116. 

Opportunity  to  exercise  creativity 

Mi 

IP,. 

Management  opportunities 

11/. 

Geogiaphic  stability 

ft  -  12 


Say  in  lust'  of  assignment 


Say  in  specific  job  assignment 

Opportunity  for  personal  growtfi  and  development 
Opportunity  for  independence 
Overall  job  satisfaction 

LEADERSHIP  AND  SUPERVISION 

What  is  your  opinion  of  the  leadership  ability  of  your 
immediate  supervisor? 

A.  Excellent 

B.  Above  average 

C.  Average 

D .  Be  1 ow  a  ve i a  ge 
E  .  P  o  u  i 

How  often  are  you  given  feedback  from  your  immediate 
supervisor  about  your  Job  performance? 

A .  Never 

B .  Se 1  dan 

C.  Sometimes 

D.  Often 

E.  Very  often 

What  is  your  opinion  of  the  leadership  ability  of  your  unit 
cummander  ? 

A .  Excellent 

B.  Above  average 

C .  Average 

D .  Below  average 
fc .  Poor 


What  is  your  opinion  of  the  quality  of  Air  Force  leadership 
above  the  unit  level? 

A .  Excel  lent 

B.  Above  Average 

C .  Average 

D .  Below  average 


Using  the  sc  alt-  below,  please  rate  vuur  level  of 

agi eement/di ^agreement  with  each  of  the  following  statements. 


A - - 

-  fcj  - 

- -  C  - 

- D  - 

-  E 

R  U  N  G  L  Y 

3 AGREF 

D 1 SAGREE 

NEITHER  AGREE 
NOR  DISAGREE 

AGREE 

STRONGLY 

AGREE 

1-  .  My  supervisors  are  concerned  w i t h  my  career  development. 

|  1  d  •  The  only  time  1  receive  feedback  from  my  supervisor  is  when 

,  something  goes  wrung. 

'  -  1  •  M  .  unit  c  U  m  mm  a  n  J  t  •  r  is  more  concerned  with  advancing  his  own 
a  r  •  •  r  *  h  a  n  with  accomplishing  the  mission. 

1 .  Ait  Force  leaders  flip  above  the  unit  level  seems  more 
c_.nce[iied  with  advancing  ttieir  own  careers  than  with 

in  i  ■:  s  i  u  r  ,  accomplishment. 

PROMOT I ONS 

Jse  ttie  I  o  1  lowing  scale  for  Questions  131  -  134. 


A  - - 

-----  B  - 

-  C  - 

- D - 

.  E 

STkuNGLY 

D I SAGREE 

NEITHER  AGREE 

AGREE 

STRONGLY 

D 1 SAGREE 

NOR  DISAGREE 

AGREE 

1.3  1.  The  Air  Force  promotion  system  is  effective  (i.e.,  the  best 
qualified  people  are  generally  selected  for  promotion). 

133.  I  would  1  ike  to  see  the  Air  force  adopt  a  separate  promotion 
system  for  pi  lots,  such  that  pi  lots  would  only  compete  with 
other  pilots  for  promotions. 

133.  The  promotion  system  will  value  my  contributions  to  the 
Air  Force. 

134.  I  have  had  an  opportunity  to  demonstrate  my  promotion 
potential . 


13S.  Do  you  feel  promotion  opportunities  for  pilots  are  better  or 
worse  than  Air  Force  officers  in  general? 

A .  Much  worse 

B.  Somewhat  worse 

C .  Neither  worse  nor  better 

D.  Somewhat  better 

E .  Much  be  tter 


USING  THE  SCALE  PROVIDED,  PLEASE  INDICATE  HOW  IMPORTANT  YOU  BELIEVE 
EACH  FACTOR  IS  IN  DETERMINING  PROMOTIONS. 


A  - 

-  B  - 

- C - 

- D - 

-  E 

NUT  AT  ALL 

SOMEWHAT 

1  MPORTANT 

VERY 

EXTREMELY 

1 MPORTANT 

I MPORTANT 

i MPORTANT 

1 MPORTANT 

136.  OER 

ratings 

137.  PME 

13b.  Demonstration  of  1 eader sh i p/management 

139.  Advanced  academic  degrees 

140.  Performance  of  primary  duties 
1  4  1  .  Additional  duties 

1  Level  ut  indorsement 

1 4 J .  0  E  R  narrative 

1  A  /|  .  Aeronautic.il  rating 

1  4 1 .  .  1 1  >  •  uj  r  a  t  ions 

Lib.  Source  of  commission 

14/.  Staff  /Headquarters  experience 

14b.  Sponsorship 

Using  t  tie  same  scale,  now  please  rate  each  factor  with  respect  to 
h  i  w  important  you  think  if  should  be  in  determining  promotions. 

1  4  .  1 1 F  R  rating  s 


ft-  ■' 


( 


I.  -mulls  tr.it  i  uii  of  I  eader  s  h  i  p/ ni.<  na  gt-men  t 


Advanced  a a  d  e  m  i  n  degrees 


f'  •.  ■  i  i  •  mi.  -i  i  :•  wl  p  r  i  ma  r  y  d  li  t  i  <j  •; 


Additional  duties 


Level  oi  indorsement 


UER  ildl  r  dt  ive 


Aeronautical  fating 


C'e:  o  rat  ions 


L,ui  c e  o  t  commission 


S  t  a  f  f/Headquarters  experience 


Sponsorship 


FAMILY  CONSIDERATIONS 


!r  YOU  HAVE  NEVER  BEEN  MARRIED,  OR  ARE  NOT  PRESENTLY  MARRIED  AND  DO 
NOT  HAVE  ANY  DEPENDENT  CHILDREN  RESIDING  IN  YOUR  HOUSEHOLD,  SKIP  TO 

QUESTION  I/O. 


Does  your  spouse  have  a  paying  job 


A.  Not  applicable,  not  currently  married  (skip  to 
question  169.) 

B.  No  (skip  to  question  165) 


Yes,  and  my  spouse  earns 


C.  More  than  I  do 

D.  As  much  as  I  do 

E.  Less  than  1  do 


A  -  16 


If  your  spouse  works  full-  or  part-time,  please  indicate 
below  t  fie  category  which  most  closely  describes  the  kind  of 
work  he/she  does.  (Please  answer  in  either  questions  163  or 
164  )  . 

A.  Professional,  technical  and  related  (teacher,  registered 
nurse,  social  worker,  writer,  artist,  etc.) 

B.  Manager ial /administrative  (accountant,  labor  relations 
specialist,  school  principal,  officer  manager,  etc.) 

C.  Sa 1 es / techn i ca 1  (health  technologist,  computer  programmer 
licensed  practical  nurse,  sales  supervisor,  cashier, 
self-employed  sales  person,  etc.) 

D.  Clerical  (secretary,  bookkeeper,  telephone  operator,  etc) 

E.  Crafts  (plumber,  carpenter,  precision  machine  worker,  ) 

A.  Operative,  except  transport  (assembler,  sewing  machine 
operator,  hand  work,  etc.) 

B.  Transport  equipment  operative  (bus  driver,  crane 
operator ,  etc . ) 

C.  Laborer,  (hand  packager,  production  helper,  farm  laborer, 
etc.) 

D.  Service,  including  private  household  (food  preparation 
and  service  worker,  building  c 1 eane r / o t he r  service  worker 
private  household  worker,  etc.) 

My  spouse  has  had  to  modify  his/her  career/ job  so  that  I 
could  pursue  my  Air  Force  career.  (Please  answer  in  either 
questions  165  or  166). 

A.  Strongly  disagree 

B.  Disagree 

C.  Slightly  disagree 

D .  Neither  disagree  nor  agree 

A.  Slightly  agree 

B .  Agree 

C.  Strongly  agree 

How  satisfied  is  your  spouse  with  the  military  way  of  life? 
(Please  answer  in  either  questions  167  or  168) 

A .  Very  dissatisfied 
B  .  D  i  s  s  a  t  i  s  t  i  e  d 

C .  Somewhat  dissatisfied 

D.  Neither  dissatisfied  nor  satisfied 

A.  Somewhat  satisfied 

B .  Satisfied 

C.  Very  sutistied 


1  6'h  . 


H  • )  w 

frequently  have  you  made  career  dec  i  s 

ions  based  solely 

on 

t  am  i  1  y  considerations,  t.  <  • .  g  .  ,  spouse’ s 

career,  c  h i  1  dr en 

sc*. 

u  u 1  friends,  etc.  )  ? 

A  . 

Very  o I t  e  n 

B  . 

dr  ten 

L  . 

Sometimes 

[.  # 

St*  1  don 

t  . 

Never 

U  :  n  g  the  sea 

I  e 

b  €f  l  U  W  , 

please  rate  your 

level  of 

agreement/di s 

ag  r 

eement 

with  each  of  the 

foil ow i n  g 

s  ta  t  emen t  s . 

A  -  - 

— 

B  - 

- C  - - 

-  D  -  -  ■ 

-  E 

J  T  r\  l  :  N  G  L  Y 

D  1 

A  G  R  L  E 

NEITHER  ACRE  E 

AGREE 

STRONGLY 

L '  l  S  A R  P  L 

NUR  LrlSAGREE 

AGREE 

1  .  My  spouse  and/or  immediate  family  dislike  moving  every 

three  to  four  years. 

1 7 1  .  Staying  in  the  Air  Force  would  create  a  financial  hardship 
on  my  family. 

i’2.  Staying  in  the  Air  Force  would  create  an  emotional  hardship 
on  my  family. 

173.  My  s pous e / i mmed i a t e  family  wants  me  to  continue  in  my  Air 
Force  career . 

174.  From  the  following  list  of  factors,  what  is  the  most  negative 
aspect  of  PCS  moves?  (Please  answer  in  questions  174  or  175) 


A  . 

Disruption 

o  f 

Air  Force  career  (change  of 

job, 

AFSC ,  etc) 

B. 

Disruption 

o  f 

personal  off-duty  life 

C. 

Disruption 

o  f 

spouse’s  career/life 

D. 

Disruption 

G  f 

children’s  lives 

A  . 

Economic  impact  (moving  expenses,  loss  on 

sale 

of  home) 

B. 

Lea  v i ng  a 

certain  geographic  area 

C. 

Some  other 

factor 

D. 

There  are 

no 

negative  aspects 

rt-  18 


WRITE-IN  I TEMS 


TAFCS  : 


GRADE : 


MA  J  COM : 


PLEASE  ENTER  BY  THE  QUESTION  NUMBER  THE  LETTER  CORRESPONDING  TO 

YUUk  RESPUNSE  TO  QUESTIONS  22  or  23.  (  Question  22  _  or 

Question  2J  .  1 


176.  What  could  the  Air  Force  do  to  influence  you  to  stay  in  the 
Air  Force  for  at  least  20  years? 


If  you  had  the  opportunity  to  change  anything  about  the  Air 
Force,  what  (if  anything)  would  you  change? 


A  -  19 


If  t  h  f  i  e  sumo  aspect  ut  your  primary  mission  (e.g.t 

y'pica  i  cargo  mission  fur  MAC  pilot)  that  you  could  point 
out  as  particularly  unpleasant  or  irritating,  what  would 
be  - 


How  does  your  job  as  an  Air  Force  pi  lot  compare  to  the 
expectations  you  held  when  you  entered  UPT'> 


A  -  20 


%  >  A  -  •  AA AA A  ,V 


0  CL 


es  Air  Force  leadership  live  up  to  your  expectations'' 
1  ease  explain) 


PLEASE  FEEL  FREE  TO  ADD  ANY  ADDITIONAL  COMMENTS  YOU  MAY  HAVE 


PLEASE  PLACE  YOUR  COMPLETED  SURVEY  AND  ANSWER  SHEET 
IN  THE  RETUkN  ENVELOPE  AND  PLACE  IT  IN  YOUR  OWN 
SEMINAR  BOX.  WE  WILL  PICK  UP  THE  COMPLETED 
SURVEY’S  ON  30  OCTOBER!!! 


THANK  YOU  FOR  TAKING  THE  TIME  TO  PARTICIPATE  IN  THIS  SURVEY! 


